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Job satisfaction describes how contented an individual is with his or her job. The 
happier people are with their jobs the more satisfied they are said to be. It is seen as 
the level of satisfaction and fulfillment a person obtains from his/her job. The paper 
looks at the relationship between job satisfaction and employees' performance. It 
reviews different theories associated with job satisfaction and employees' performance. 
The paper uses survey method with structured questionnaires that were distributed 
among the sampled respondents in the three universities. It makes two research 
hypotheses and based on the nature of the hypotheses, data obtained from the 
questionnaire were analyzed with the Pearson correlation coefficient and Analysis of 
Variance. Finding shows that there is high positive relationship betw£!en job satisfaction 
and employees' performance. The paper makes valuable policy recommendations, 
which include: {f) the turnover rate of experienced lecturers should be looked into by 
putting in place better motivational factors in tertiary institutions. (if) Universities' 
administration must constantly ensure that their lecturers are given courses in their 
areas of competence. (ii) Organization should constantly conduct research in order to 
find out those things that can help improve job satisfaction. (iii) What is expected in 
every job must be constantly communicated to the officers concerned, amongst others .. 
Key words: Optimal, job, satisfaction, Effective, performance. 
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T h e  S o c i a l  a n d  m a n a g e m e n t  s c i e n t i s t s  
I n t r o d u c t i o n :  
T h e  r e l a t i o n s h i p  b e t w e e n  j o b  s a t i s f a c t i o n  a n d  j o b  p e r f o r m a n c e  h a s  b e e n  s u b j e c t  o f  
i n t e r e ·s t 1 n  t h e  h i s t o r y  o f  i n d u s t r i a l / o r g a n i z a t i o n a l  p s y c h o l o g y .  T h e  c o n n e c t i o n  b e t w e e n  
w o r k p l a c e  a t t i t u d e s  a n d  b e h a .v i o u r a l  o u t c o m e s  c o n t i n u e s  t o  b e  a  p r e v a l e n t  r e s e a r c h  
t o p i c ) ,  a n d  s t e m s  f r o m  c l a s s i c  i n d u s t r i a l / o r g a n i z a t i o n a l  a n d  s o c i a l  p s y c h o l o g i c a l  t h e o r y .  
O n e  o f  t h e  b i g g e s t  p r e l u d e s  t o  t h e  s t u d y  o f  j o b  s a t i s f a c t i o n  w a s  t h e  H a w t h o r n e  s t u d y .  
T h e s e  s t u d i e s  E19O4~199PFI p r i m a r i l y  c r e d i t e d  t o  E l t o n  M a y o  o f  t h e  H a r v a r d  B u s i n e s s  
S c h o o l ,  s o u g h t  t o  f i n d  t h e  e f f e c t s  o f  v a r i o u s  c o n d i t i o n s  ( m o s t  n o t a b l y  i l l u m i n a t i o n )  o n  
w o r k e r s '  p r o d u c t i v i t y .  T h e s e  s t u d i e s  u l t i m a t e l y  s h o w e d  t h a t  n o v e l  c h a n g e s  i n  w o r k  
c o n d i t i o n s  t e m p o r a r i l y  i n c r e a s e  p r o d u c t i v i t y .  J o b  s a t i s f a c t i o n  i s  a  b r o a d  a n d  m u l t i f a c e t e d  
c o n c e p t .  J o b  s a t i s f a c t i o n  i s  t h e  q u a l i t y ,  s t a t e ,  o r  l e v e l  o f  s a t i s f a c t i o n  a  p e r s o n  d e r i v e s  
f r o m  h i s  j o b ,  w h i c h  i s  t h e  r e s u l t  o f  v a r i o u s  i n t e r e s t s  a n d  a t t i t u d e s  o f  a  p e r s o n  ( O t u ,  
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J o b  s a t i s f a c t i o n  i s  r e l a t i v e l y  a n d  g r e a t l y  a s s o c i a t e d  g e n e r a l l y  w i t h  h a p p i n e s s ,  a n d  c a n  
b e  s e e n  a s  o n e  o f  i t s  m a j o r  c o m p o n " e n t s .  
W r i t i n g  o n  t h e  r e l a t i o n s h i p  b e t w e e n  j o b  s a t i s f a c t i o n  a n d  p e r f o r m a n c e  a m o n g  
s c h o o l t e a c h e r s ,  O t u  ( 2 0 0 6 )  o p i n e s  t h a t  s c h o o l  c a n  n o t  b e  a n  e f f e c t i v e  o r g a n i z a t i o n  
u n l e s s  t e a c h e r s  f i n d  s a t i s f a c t i o n  i n  t h e i r  w o r k .  H u m a n  r e l a t i o n  s c h o l a r s  l i k e  E l t o n  M a y o ,  
W i l l i a m  D i c k s o n ,  e t c  a l s o  s u p p o r t  t h i s  v i e w .  T h e s e  p e o p l e  b e l i e v e  t h a t  h i g h  m o r a l e  
l e a d s  t o  i m p r o v e d  p r o d u c t i v i t y ,  b e c a u s e  a  h a p p y  w o r k e r  i s  a  p r o d u c t i v e  w o r k e r .  A n  
i n c r e a s e  i n  j o b  s a t i s f a c t i o n  w o u l d  m o s t  l i k e l y  m e a n  i n c r e a s i n g  t h e  i n t r i n s i c  o r  s o c i a l  
r e w a r d s  o f  w o r k .  I f  t h e  w o r k i n g  g r o u p  i s  m a d e  m o r e  u n i f i e d ,  t h i s  m e a n s  t h a t  u n d e r  
m a n y  c o n d i t i o n s  w o r k  p e r f o r m a n c e  i s  g i v e n  g r e a t e r  s o c i a l  r e w a r d s ,  v i a  g r e a t e r  
c o o p e r a t i o n  a n d  h e l p ,  i n  a d d i t i o n  t o  p u r e l y  i n t e r p e r s o n a l  r e w a r d s .  I f  j o b s  a r e  r e d e s i g n e d  
t o  i n c r e a s e  s k i l l  v a r i e t y ,  a u t o n o m y  e t c .  t h i s  m e a n s  t h a t  w o r k  p e r f o r m a n c e  w i l l  b e  
i n t r i n s i c a l l y  m o r e  r e w a r d i n g  ( A r g y l e ,  1 9 8 9 ) .  
R e s e a r c h  P r o b l e m :  S c h o l a r s  a r e  o f  t h e  o p i n i o n  t h a t  t h e r e  a r e  p o s i t i v e  a n d  n e g a t i v e  
a s p e c t s  o f  j o b  s a t i s f a c t i o n  ( H e r z b e r g ,  M a u s n e r  a n d  S n y d e r m a n  1 9 5 9 ) .  M o c h a l  ( 2 0 0 7 )  
a s s e r t s  t h a t  n o  m a t t e r  w h a t  o n e ' s  p e r s o n a l  r e a s o n s  f o r  w o r k  a r e ,  t h e  b a s e  l i n e  i s  t h a t ,  
e v e r y  o n e  w o r k s  f o r  m o n e y .  E b a i  ( 2 0 0 6 )  s u p p o r t s  t h i s  w h e n  h e  c a u t i o n e d  t h a t  p l a y i n g  
d o w n  o n  t h e  i m p o r t a n c e  o f  m o n e y  a n d  o t h e r  b e n e f i t s  t o  p e o p l e  i n  t h e i r  w o r k .  
e n v i r o n m e n t  w o u l d  b e  a  m i s n o m e r  a n d  o r g a n i z a t i o n a l  m i s t a k e s .  O t u  ( 2 0 0 6 )  o p i n e s  
t h a t  a s  s o o n  a s  a  t e a c h e r  i s  d e p r i v e d  o f  s a t i s f a c t i o n  i n g r e d i e n t s  s u c h  a s  h i s  s a l a r i e s ,  
f r i n g e  b e n e f i t s ,  t h e n  l o w  p e r f o r m a n c e  a n d  a n t a g o n i s m  s h o u l d  b e  e x p e c t e d  f r o m  s u c h  
a  t e a c h e r .  M a n y  s t u d i e s  h a v e  e x i s t e d  o n  j o b  s a t i s f a c t i o n ,  m o t i v a t i o n ,  p e r f o r m a n c e  a n d  
p r o d u c t i v i t y  g e n e r a l l y ,  f e w e r  o f  t h e s e  s t u d i e s  i f  a n y ,  l o c a l l y ,  h a v e  r e a l l y  a t t e m p t e d  t o  
c o m p a r e  t h e  r e l a t i o n s h i p  b e t w e e n  J o b  S a t i s f a c t i o n  a n d  E m p l o y e e s '  P e r f o r m a n c e  i n  
f e d e r a l ,  s t a t e  a n d  p r i v a t e  t e r t i a r y  i n s t i t u t i o n s  o f  h i g h e r  l e a r n i n g  i n  N i g e r i a .  T h i s  p r o p o s e d  
r e s e a r c h  i n t e n d s  t o  f i l l  t h a t  i n t e l l e c t u a l  g a p .  
O b j e c t i v e s  o f  t h e  S t u d y :  
T h e  g e n e r a l  o b j e c t i v e  o f  t h i s  p a p e r  i s  t o  e x a m i n e  w h e t h e r  t h e r e  e x i s t  a  r e l a t i o n s h i p  
b e t w e e n  j o b  s a t i s f a c t i o n  a n d  j o b  p e r f o r m a n c e  i n  t h e  s a m p l e d  o r g a n i z a t i o n s .  
T h e  s p e c i f i c  o b j e c t i v e s  o f  t h e  s t u d y  a m o n g  o t h e r s  a r e  t o :  ( i )  E x a m i n e  t h e  l e v e l  o f  
r e l a t i o n s h i p  b e t w e e n  j o b  s a t i s f a c t i o n  a n d  j o b  p e r f o r m a n c e  a n d  ( i i )  E s t a b l i s h  w h e t h e r  
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there exists a casual relationship between job satisfaction and employee commitment 
to organizational goals. 
The paper makes two propositions in the form of research hypotheses based on the 
above objectives of the study which are: There is no significant relationship between 
job satisfaction and employee's performance, There is no significant difference in job 
satisfaction of lecturers based on Job Experience. 
Section II 
REVIEW OF LITERATURE 
Review of literature describes how content an individual is with his or her job. The 
happier people are within their job, the more satisfied they are said to be. Job satisfaction 
is not the same as motivation, although it is clearly linked. Job design aims to enhance 
job satisfaction and performance; methods include job rotation, job enlargement and 
job enrichment. Other influence on satisfaction includes the management style and 
culture, employee involvement, empowerment and autonomous work position. Job 
• satisfaction is a very important factor that frequent!¥ measures reports and their reactions 
to their common way of measurement is the use of rating scales where employees 
report their reactions to their jobs. Questions relate to rate of pay, work responsibilities, 
variety of tasks, promotional opportunities the work itself and co-workers. Some 
questionnaires ask yes or no questions while others, using the Likert scale format rate 
satisfaction on 1-5 scale (where 1 represents "not at all satisfied" and 5 represent 
"extremely satisfied") 
Job Satisfaction has been defined as a pleasurable emotional state resulting from the 
appraisal of one's job; an affective reaction to one's job, and an attitude towards one's 
job. Weiss (2002) has argued that job satisfaction is an attitude but points out those 
researchers should clearly distinguish the objects of cognitive evaluation, which are, 
affective (emotion), beliefs and behaviour. This definition suggests that we form attitudes 
towards our jobs by taking into account our feelings, our beliefs and our behaviour. 
On the different theories that support job satisfaction and performance, some scholars 
argued that Maslow's hierarchy of needs theory, which is a motivation theory, laid the 
foundation for job satisfaction theory. This theory explains that people seek to satisfy 
five specific needs in life-physiological needs, safety needs, social needs, self-esteem 
needs, and self-actualization. This model served as a good basis from which early 
researchers could develop job satisfaction theories. 
Job satisfaction can be seen within the broader context of the range of issues, which 
affect an individual's experience of work, or their quality of working life. Job satisfaction 
can be understood in t~rms of its relationships with other key factors, such. as general 
well being, stress at work, control at work, home-work interface, and working conditions. 
Edwin Locke's Range of Affective Theory (1976), as cited by Weiss (2002), is arguably 
the most famous job satisfaction model. The main premise of this theory is that 
satisfaction is determined by a discrepancy between what one wants in a job and what 
one has in a job. Furthermore, the theory states that how much one values a given 
facet of work (e.g. the degree of autonomy in a position) moderates how. sati?.fied/ 
dissatisfied one becomes when expectations are/aren't met. When a person values a 
particular facet of a job, his satisfaction is more greatly impacted both positively (when 
expectation are met) and negatively (when expectations are not met), compared to 
one who doesn't value that facet. To illustrate this further, if employee A values autonomy 
101 
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T h e  S o c i a l  a n d  m a n a g e m e n t  s c i e n t i s t s  
i n  t h e  w o r k p l a c e  a n d  E m p l o y e e  B  i s  i n d i f f e r e n t  a b o u t  a u t o n o m y ,  t h e n  E m p l o y e e  A  
w o u l d  b e  m o r e  s a t i s f i e d  i n  a  p o s i t i o n  t h a t  o f f e r s  a  h i g h  d e g r e e  o f  a u t o n o m y  a n d  l e s s  
s a t i s f i e d  i n  a  p o s i t i o n  w i t h  l i t t l e  o r  n o  a u t o n o m y  c o m p a r e d  t o  E m p l o y e e  B .  T h i s  t h e o r y  
. a l s o  s t a t e s  t h a t  t o o  m u c h  o f  a  p a r t i c u l a r  f a c e t  w i l l  p r o d u c e  s t r o n g e r  f e e l i n g s  o f  
d i s s a t i s f a c t i o n  t h e  m o r e  a  w o r k e r  v a l u e s  t h a t  f a c e t .  
A n o t h e r  w e l l - k n o w n  j o b  s a t i s f a c t i o n  t h e o r y  i s  t h e  D i s p o s i t i o n a l  T h e o r y  T e m p l a t e :  i t  i s  
a  v e r y  g e n e r a l  t h e o r y  t h a t  s u g g e s t s  t h a t  p e o p l e  h a v e  t e n d e n c i e s  t o w a r d  a  c e r t a i n  l e v e l  
o f  s a t i s f a c t i o n ,  r e g a r d l e s s  o f  o n e ' s  j o b .  T h i s  a p p r o a c h  b e c a m e  a  n o t a b l e  e x p l a n a t i o n  o f  
j o b  s a t i s f a c t i o n  i n  t h e  l i g h t  o f  e v i d e n c e  t h a t  j o b  s a t i s f a c t i o n  t e n d s  t o  b e  s t a b l e  o v e r  
t i m e  a n d  a c r o s s  c a r e e r s  a n d  j o b s .  R e s e a r c h  a l s o  i n d i c a t e s  t h a t  i d e n t i c a l  t w i n s  h a v e  
s i m i l a r  l e v e l s  o f  j o b  s a t i s f a c t i o n .  
F r e d e r i c k  H e r z b e r g ' s  T w o - f a c t o r  t h e o r y  ( a l s o  k n o w n  a s  M o t i v a t o r  H y g i e n e  T h e o r y )  
a t t e m p t s  t o  e x p l a i n  s a t i s f a c t i o n  a n d  m o t i v a t i o n  i n  t h e  w o r k p l a c e .  T h i s  t h e o r y  s t a t e s  
t h a t  s a t i s f a c t i o n  a n d  d i s s a t i s f a c t i o n  a r e  d r i v e n  b y  d i f f e r e n t  f a c t o r s - m o t i v a t i o n  a n d  
h y g i e n e  f a c t o r s ,  r e s p e c t i v e l y .  A n  e m p l o y e e ' s  m o t i v a t i o n  t o  w o r k  i s  c o n t i n u a l l y  r e l a t e d  
t o  j o b  s a t i s f a c t i o n  o f  a  s u b o r d i n a t e .  M o t i v a t i o n  c a n  b e  s e e n  a s  a n  i n n e r  f o r c e  t h a t  
d r i v e r s  i n d i v i d u a l s  t o  a t t a i n  p e r s o n a l  a n d  o r g a n i z a t i o n a l  g o a l s .  M o t i v a t i n g  f a c t o r s  a r e  
t h o s e  a s p e c t s  o f  t h e  j o b  t h a t  m a k e  p e o p l e  w a n t  t o  p e r f o r m ,  a n d  p r o v i d e  p e o p l e  w i t h  
s a t i s f a c t i o n ,  f o r  e x a m p l e  a c h i e v e m e n t  i n  w o r k ,  r e c o g n i t i o n ,  p r o m o t i o n  o p p o r t u n i t i e s .  
T h e s e  m o t i v a t i n g  f a c t o r s  a r e  c o n s i d e r e d  t o  b e  i n t r i n s i c  t o  t h e  j o b ,  o r  t h e  w o r k  c a r r i e d  
o u t .  H y g i e n e  f a c t o r s  i n c l u d e  a s p e c t s  o f  t h e  w o r k i n g  e n v i r o n m e n t  s u c h  a s  p a y ,  c o m p a n y  
p o l i c i e s ,  s u p e r v i s o r y  p r a c t i c e s ,  a n d  o t h e r  w o r k i n g  c o n d i t i o n s .  W h i l e  H e r z b e r g ' s  m o d e l  
h a s  s t i m u l a t e d  m u c h  r e s e a r c h ,  r e s e a r c h e s  h a v e  b e e n  u n a b l e  t o  r e l i a b l y  e m p i r i c a l l y  
p r o v e  t h e  m o d e l ,  w i t h  H a c k m a n  &  O d l h a m  s u g g e s t i n g  t h a t  H e r z b e r g ' s  o r i g i n a l  
f o r m u l a t i o n  o f  t h e  m o d e l  m a y  h a v e  b e e n  a  m e t h o d o l o g i c a l  a r t i f a c t .  F u r t h e r m o r e ,  t h e  
t h e o r y  d o e s  n o t  c o n s i d e r  i n d i v i d u a l  d i f f e r e n c e ;  c o n v e r s e l y ,  p r e d i c t i n g  a l l  e m p l o y e e s  
w i l l  r e a c t  i n  a n  i d e n t i c a l  m a n n e r  t o  c h a n g e s  i n  m o t i v a t i n g / h y g i e n e  f a c t o r s .  A g a i n ,  t h e  
m o d e l  h a s  b e e n  c r i t i c i z e d  i n  t h a t  i t  d o e s  n o t  s p e c i f y  h o w  m o t i v a t i n g / h y g i e n e  f a c t o r s  
a r e  t o  b e  m e a s u r e d .  
M e a s u r i n g  j o b  S a t i s f a c t i o n :  T h e r e  a r e  m a n y  m e t h o d s  f o r  m e a s u r i n g  j o b  s a t i s f a c t i o n .  
B y  f a r ,  t h e  m o s t  c o m m o n  m e t h o d  f o r  c o l l e c t i n g  d a t a  r e g a r d i n g  j o b  s a t i s f a c t i o n  i s  t h e  
L i k e r t  s c a l e  ( n a m e d  a f t e r  R e n i s i s  L i k e r t ) .  O t h e r  l e s s  c o m m o n  m e t h o d s  o f  f o r  g a u g i n g  
j o b  s a t i s f a c t i o n  i n c l u d e :  Y e s / N o  q u e s t i o n s ,  T r u e / F a l s e  q u e s t i o n s ,  p o i n t  s y s t e m s ,  
ch~klistsI a n d  f o r c e d  c h o i c e  a n s w e r s .  T h i s  d a t a  i s  t y p i c a l l y  c o l l e c t e d  u s i n g  a n  E n t e r p r i s e s  
F e e d b a c k  M a n a g e m e n t  ( E F M )  s y s t e m .  
T h e  j o b  D e s c r i p t i v e  I n d e x  ( J D I ) ,  c r e a t e d  b y  S m i t h ,  K e n d a l ,  &  H u l i n  ( 1 9 6 9 ) ,  i s  a  
s p e c i f i c  q u e s t i o n n a i r e  o f  j o b  s a t i s f a c t i o n  t h a t  h a s  b e e n  w i d e l y  u s e d .  I t  m e a s u r e s  o n e ' s  
s a t i s f a c t i o n  i n  f i v e  f a c e t s :  p a y ,  p r o m o t i o n s  a n d  p r o m o t i o n  o p p o r t u n i t i e s ,  c o - w o r k e r s ,  
s u p e r v i s i o n ,  a n d  t h e  w o r k  i t s e l f .  T h e  s c a l e  i s  s i m p l e ,  p a r t i c i p a n t s  a n s w e r  e i t h e r  y e s ,  
n o ,  o r  c a n ' t  d e c i d e  ( i n d i c a t e d  b y ' ? ' )  i n  r e s p o n s e  t o  w h e t h e r  g i v e n  s t a t e m e n t s  a c c u r a t e l y  
d e s c r i b e  o n e ' s  j o b .  
T h e  J o b  i n  G e n e r a l  I n d e x  i s  a n  o v e r a l l  m e a s u r e m e n t  o f  j o b  s a t i s f a c t i o n .  I t  i s  a n  
i m p r o v e m e n t  t o  t h e  j o b  D e s c r i p t i v e  I n d e x  b e c a u s e  t h e  J D I  f o c u s e s  t o o  m u c h  o n  i n d i v i d u a l  
f a c e t s  a n d  n o t  e n o u g h  o n  w o r k  s a t i s f a c t i o n  i n  g e n e r a l .  
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Optimal Job Satisfaction: Pathway To Effective Employees' Performance. 
Superior-Subordinate Communication: Superior-subordinate communication is 
an important influence on job satisfaction in the workplace. The way in whict1 
subordinates' perceive a supervisor's behavior can positively or negatively influence 
job satisfaction. Communication behaviour such as facial expression, eye contact, vocal 
expression, and body movement is crucial to the superior-subordinate relationship 
(Teven, p. 156). Nonverbal message plays a central role in interpersonal interactions 
with respect to impression formation, deception, attraction, social influence, and 
emotional expression (Burgoon, Buller, & Woodall, 1996). Nonverbal immediacy from 
the supervisor helps to increase interpersonal involvement with their subordinates 
impacting job satisfaction. The manner in which supervisors communicate their 
subordinates may be more important than the verbal content (Teven, p.156). Individuals 
who dislike and think negatively about their supervisor are less willing to communicate 
or have motivation to work where as individuals who like, and think positively of their 
supervisor are more likely to communicate and are satisfied with their job and work 
environment. The relationship of a subordinate with their supervisor is a very important 
aspect: in the workplace. Therefore, a supervisor who· uses nonverbal immediacy, 
friendliness, and open communication lines is more willing to receive positive feedback 
and high job satisfaction from a subordinate where as a supervisor who is antisocial, 
unfriendly, and unwilling to communicate will naturally receive negative feedback and 
very low job satisfaction from their subordinate's in the workplace .. Motions = Mood 
and emotions while working are the raw materials which cumulate to form in the 
affective element of job satisfaction. (Weiss and Cropanzano, 1996). Moods tend to be 
longer lasting but often weaker states of uncertain origin, while emotions are often 
more intense, short-lived and have a clear object or cause. 
There is some evidence in the literature that state moods are related to overall job 
satisfaction positive and negative emotions where also found to be significantly related 
to overall job satisfaction frequency of experiencing net positive emotion will be a 
better predictor of overall satisfaction than will be a better predictor of overall job 
satisfaction than will intensity of positive emotion when it is experienced. 
Emotion regulation and emotion labor are also related to job satisfaction. Emotion 
work (or emotion management) refers to various efforts to manage emotional states 
and displays. Emotion regulation includes all of the conscious and unconscious efforts 
to increase, maintain, or decrease one or more components of an emotion. Although 
early studies of the consequences of emotional labor emphasized its harmful effects on 
workers, studies of workers in a variety of occupations suggest that the consequences 
of emotional labor are not uniformly negative. It was found that suppression of 
unpleasant emotions decreases job satisfaction and the amplification of pleasant emotion. 
Increases job satisfaction and the amplification of pleasant emotions increases job 
satisfaction. The understanding of how emotion regulation relates to job satisfaction 
concerns two models. 
(a). Emotional dissonance. Emotional dissonance is a state of discrepancy between 
public displays of emotions and internal experience of emotions that often follows 
the process of emotion regulation. Emotional dissonance is associat~d witl1 
high emotional exhaustion, low organizational commitment and low 'job 
satisfaction. 
(b) Social interaction model. Taking the social interaction perspective, workers' 
emotion regulation might beget responses from others during interpersonal 
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l h e  S o c i a l  a n d  m a n a g e m e n t  scienti~ 
e n c o u n t e r s  t h a t  s u b s e q u e n t l y  i m p a c t  t h e i r  o w n  j o b  s a t i s f a c t i o n .  F o r  e x a m p l e .  
· T h e  a c c u m u l a t i o n  o f  f a v o u r a b l e  r e s p o n s e s  t o  d i s p l a y  o f  p l e a s a n t  e m o t i o n s  m i g h t  
p o s i t i v e l y  t~ffect j o b  s a t i s f a c t i o n .  P e r f o r m a n c e  o f  e m o t i o n a l  l a b o r  t h a t  p r o d u c e s  
d e s i r e d  o u t c o m e s  c o u l d  i n c r e a s e  j o b  s a t i s f a c t i o n .  
I n  s c h o o l s  · w h e r e  s t a f f  m e e t i n g s  a r e  d e m o c r a t i c  a n d  s t u d e n t s  a l s o  t a k e  p a r t  i n  s c h o o l  
d e a l i n g s ,  t h e  t e a c h i n g  e f f e c t i v e n e s s  o f  s t a f f  a n d  l e a r n i n g  e x p e r i e n c e  o f  s t u d e n t s  a r e  
p r o b a b l e  t o  b e t t e r  ( B e y e r l e i n ,  2 0 0 3 ) .  L i p h a m  a n d  H o c h  ( 1 9 7 4 )  s a y s  t h a t  a  p a r t i c i p a t i n g  
l e a d e r ,  w h o  a s s u m e s  a n  a c t i v e  r o l e  i n  thb~ g r o u p ,  b y  g i v i n g  s u p p o r t  t o  h i s  w o r k ,  
d e l e g a t i n g  a u t h o r i t y  a n d  e x e r c i s i n g  a n  o p t i o n a l  d e g r e e  o f  s u p e r v i s i o n ,  i s  l i k e l y  t o  h a v e  
a  h i g h e r  l e v e l  o f  p r o d u c t i v i t y  a m o n g  t h e  s u b o r d i n a t e s  t h a n  a n  a u t h o r i t a r i a n  l e a d e r  
w h o  p l a c e s  m o r e  e m p h a s i s  o n  i n s t i t u t i o n a l  g o a l s .  r a w a r i  ( 1 9 8 8 )  s e e m s  t o  h a v e  s i m i l a r  
·  v i e w s  w i t h  L i p h a m  a n d  H o c h  ( 1 9 7 4 )  w h e n  h e  n o t e d  t h a t  t e a c h e r s  w o u l d  c e r t a i n l y  
p r e f e r  t o  w o r k  w i t h  s c h o o l  h e a d s  t h a t  m a k e  t h e i r  p o l i c i e s  c l e a r  a n d  a s s i g n  w o r k  s c h e d u l e s  
t o  t e a c h e r s  a f t e r  t h e  g r o u p  h a s  d e m o c r a t i c a l l y  a p p r o v e d  t h e  s c h e d u l e .  
A s  s o o n  a s  a  t e a c : h e r  i s  d e p r i v e d  o f  h i s  s a l a r i e s  a n d  f r i n g e  b e n e f i t s ,  t h e n  p e r f o r m a n c e  
a n d  s o m e t i m e s  a n t a g o n i s m  s h o u l d  b e  e x p e c t e d  f r o m  s u c h  a  t e a c h e r ,  ( O t u ,  2 0 0 6 ) .  F a i r  
s h a r i n g  o f  a v a i l a b l e  f r i n g e  b e n e f i t s  t o  c o m m e n d a b l e  a n d  w o r t h y  s t a f f  w o u l d  f a c i l i t a t e  
t h e  r a i s i n g  o f  p e r s o n s  p r e s t i g e  o f  p e r s o n n e l .  I t  i s  o b v i o u s  t h a t  p o s i t i v e  o r g a n i z a t i o n a l  
c l i m a t e  i s  t h e  b a s i c  c o n d i t i o n  f o r  s t a f f  p e r f o r m a n c e  i n  s c h o o l s  ( T a w a r i ,  1 9 8 8 ) .  I t  i s  a  
v e r y  i m p o r t a n t  r e s p o n s i b i l i t y  o f  s c h o o l  h e a d s  t o  g e n e r a t e  a  s c h o o l  e n v i r o n m e n t  t h a t  i s  
c o n d u c i v e  t o  a  h i g h  d e g r e e  o f  t e a c h e r  s a t i s f a c t i o n .  S a t i s f i e d  t e a c h e r s  m a y  e v e n  b e  
w i l l i n g  t o  g o  t o  e x t r a  l e n g t h  t o  i n i t i a t e  a c t i v i t i e s  o n  t h e i r  o w n  t o  e n s u r e  t h a t  t h e  g o a l s  o f  
t h e  o r g a n i z a t i o n  a r e  m e t  ( O t u ,  2 0 0 6 ) .  P r o m o t i o n  t o  a s s u m e  g r e a t e r  r e s p o n s i b i l i t y  a l s o  
b r i n g s  a b o u t  s a t i s f a c t i o n .  E l l i s ,  ( 1 9 8 4 )  c i t i n g  H e r z b e r g  s a i d  t h a t  i t  i s  n o t  t h e  p a y  r a i s e  
o f  t h e  p r o m o t i o n  i t s e l f  b u t  t h e  i n c r e a s e d  r e c o g n i t i o n  a c h i e v e d  b e c a u s e  o f  i t .  T h e  
H u m a n  R e l a t i o n s  m o v e m e n t ,  o f  E l t o n  M a y o  a n d  n l a n y  o t h e r s  b e l i e v e d  t h a t  j o b  
s a t i s f a c t i o n  h a d  t ) e n e f i c i a l  e f f e c t s ,  i n c l u d i n g  i n c r e a s e d  w o r k  p e r f o r m a n c e  ( A r g y l e ,  1 9 8 )  
J o b  S a t i s f a c t i o n  i s  a l s o  c o r r e l a t e d  w i t h  o t h e r  k i n d s  o f  d e s i r a b l e  a n d  u n d e s i r a b l e  b e h a v i o u r  
a t  w o r k ;  t h e r e  i s  l e s s  s a b o t a g e ,  s t e a l i n g ,  d o i n g  w o r k  b a d l y  o n  p u r p o s e ,  a n d  s p r e a d i n g  
r u m o u r s  o r  g o s s i p  t o  c a u s e  t r o u b l e  ( M a n g o i n e  a n d  Q u i n n ,  1 9 7 5 ) .  T h e  l i n k  b e t w e e n  
j o b  s a t i s f a c t i o n  a n d  a b s e n t e e i s m  h a s  a l s o  b e e n  s t u d i e d .  I t  w o u l d  b e  p r o j e c t e d  t h a t  
h a p p y  w o r k e r s  w o u l d  t u r n  u p  m o r e  o f t e n  t o  g e t  t h e  b e n e f i t s ,  w h i c h  t h e y  e n j o y ,  a t  
w o r k .  ( H a c k e t t  a n d  G u i o n ,  1 9 8 5 ) .  S e v e r a l  j o b  p e r f o r m a n c e  e f f e c t s  o f  d i s s a t i s f a c t i o n  
a m o n g  t e a c h e r s  c o n s i s t  o f  r e d u c e d  q u a l i t y  o f  t e a c h i n g ,  h i g h e r  u s e  o f  s i c k  l e a v e ,  a n d  a  
n e g a t i v e  v i e w  o f  s t u d e n t s  ( S i n c l a i r  1 9 9 2 ) .  A  p o s i t i v e  r e l a t i o n s h i p  c a n  b e  f o u n d  b e t w e e n  
l o w  m o r a l e  a n d  a  h i g h  r a t e  o f  a b s e n t e e i s m ,  a n d  i n d o l e n c e  i n  a n  o r g a n i z a t i o n .  T a k i n g  
e x c e s s i v e  t i m e  a w a y ,  f r o m  t h e  w o r k  a t  h a n d ,  a n d  l o i t e r i n g  a r o u n d .  T h e r e s e ,  B o n o  a n d  
P a t t o n  ( 2 0 0 1 )  g a v e  a  v i v i d  a c c o u n t  o f  t h e  r e l a t i o n s h i p  b e t w e e n  j o b  s a t i s f a c t i o n  a n d  j o b  
p e r f o r m a n c e .  T t l e  j o i n t  a u t h o r s  b e l i e v e  t h a t  e m p l o y e e s  w i l l  b e  m o r e  e f f i c i e n t  i n  
c o m p l e t i n g  t a s k s ,  m o r e  t h o u g h t f u l  a n d  l e s s  Rtressb~d i n  t e a c h i n g ,  a n d  m o r e  p r o d u c t i v e  
i n  c o n d u c t i n g  a n d  p u b l i s h i n g  r e s e a r c h  t h e  vib~w o f  t h e  j o i n t  a u t h o r s  i s  p r e s e n t e d  b e l o w .  
A c r o s s  a  v a r i e t y  o f  s t u d i e s ,  r e s e a r c h  s h o w s  t h a t  j o b  s a t i s f a c t i o n  i s  a n  i m p o r t a n t  p r e d i c t o r  
o f  j o b  p e r f o r m a n c : e .  A  h a p p y  w o r k e r  i s  a  p r o d u c t i v e  w o r k e r .  O n  a v e r a g e ,  t h e  c o r r e l a t i o n  
b e t w e e n  s a t i s f a c t i o n  a n d  p r o d u c t i v i t y  i s  a b o u t  t h i r t y .  T h e  m a g n i t u d e  o f  t h i s  c o r r e l a t i o n  
i s  s i m i l a r  t o  t h e  a b i l i t y  o f  s t a n d a r d i z e d  t e s t s  t o  p r t : d i c t  c o l l e g e  g r a d e s ,  m a m m o g r a m s  
t o  p r e d i c t  b r e a s t  c a n c e r ,  a n d  a l c o h o l  t o  i n c r e , 3 s e  a g g r e s s i o n s .  I n  o t h e r  w o r d s ,  j o b  s t e p s  
t o  i n c r e a s e  e m p l o y e e  s a t i s f a c t i o n ,  g r a d u a t e  employb~e w i l l  b e  m o r e  e f f i c i e n t  i n  c o m p l e t i n g  
I  M-~ 
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tasks, more thoughtful and less stressed in teaching, and more productive in conducting 
and publishing research. 
In a similar meta-analysis, analyzing data from over 50,000 workers, again job 
satisfaction was estimated to modestly correlate with job performance, r = 30. 
Fig. 1 Integrative model of relationship between job satisfaction and employees' 
performance: 
Moderatot·s 
* Performance-reward 
Contingency 
- * Job characteristics -
*Need for achievement 
Mediators * Work centrally 
* Success and * Aggregation 
Achievement 
*Task specific 
Self-efftciertcy 
*Goal progress 
*Position mood Employees· Job 1+---- Mediator Performance 
Satisfaction * Behaviour 
--Intention 
* Low performance 
as withdrawal 
*Positive mood 
Modea·ators 
* Personality/Self-concept 
* Autonomy 
*Moral oblig~ttion 
*Cognitive accessibility 
* Aggregation 
* Level of analysis 
Source: Judge, T., Thoresen, C, Bono, J., & Patton, G. (2001). The 
job satisfaction-job performance relationship: A qualitative and 
quantitative review. Psychological Bulletin, 127,376-407. 
As the above diagram shows, the relationship between job satisfaction and job 
performance is complex, and likely cycliG31. Studies have shown that increased job 
satisfaction leads to increased motivation (behavioural intentions), less apatt1y (low 
performance as withdrawal), and better worker mood, all of which increase efficiency 
and overall quality of job performance. 
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S E C T I O N  I I I  
R E S E A R C H  M E T H O D  
D e s i g n :  T h i s  d e s c r i p t i v e  r e s e a r c h  a d o p t e d  a  s u r v e y  d e s i g n  i n  a c h i e v i n g  i t s  o b j e c t i v e s .  
.  A  t o t a l  o f  f i f t y - f o 4 r  l e c t u r e r s  w e r e  r a n d o m l y  s e l e c t e d  f r o m  t h r e e  u n i v e r s i t i e s - f e d e r a l  
~· Erniversity o f  I b a d a n ) ,  s t a t e  ( L a g o s  S t a t e  U n i v e r s i t y )  a n d  p r i v a t e  ( C o v e n a n t  U n i v e r s i t y ,  
O t a ) .  T h e  p a r t i c i p a n t s  h a d  s p e n t  b e t w e e n  2 - 2 4  y e a r s  i n  t h e  u n i v e r s i t y  w i t h  m e a n  y e a r  
o f  6  a n d  s t a n d a r d  d e v i a t i o n  o f  2 . 6  y e a r s .  T h e i r  a g e s  r a n g e  f r o m  2 5  - 5 5 y e a r s  w i t h  
m e a n  a g e  o f  3 6 . 8 y e a r s  a n d  s t a n d a r d  d e v i a t i o n  o f  4 . 6 y e a r s .  3 8  p a r t i c i p a n t s  w e r e  
m a l e s  w h i l e  1 6  w e r e  f e m a l e s .  
I n s t r u m e n t s :  T h i s  s t u d y  a d o p t e d  J o b  S a t i s f a c t i o n  s c a l e  d e v e l o p e d  b y  P a k n a d e l  ( 1 9 9 5 )  
a n d  e x p a n d e d  a n d  u s e d  b · : , r  A l  t y r c / f : r : f k  (  1 9  9  6  &  1 9  9  7 )  T h E l  s c a l e  m e a s u r e s  t h e  
i n d i v i d u a l ' s  i o b  s a t i s f a c t i o n  l e v e l  a n d  i t  c o n s i s t s  o f  f i v e  d i m e n s i o n  
- m a n a g e m e n t  s t Y l e ,  w o r k i n g  c o n d i t i o n s ,  p o s s i b i l i t i e s  f o r  d e v e l o p m e n t  a n d  p r o m o t i o n ,  
c o l l e a g u e s ,  p h y s i c a l  e n v i r o n m e n t  a n d  s a l a r y .  T h e r e  a r e  3 2  i t e m s  i n  a l l .  T h e  e v i d e n c e  o f  
( a )  i n t e r n a l  s t r u c t u r e  v a l i d i t y  t n r o u g h  a n  e x a m i n a t i o n  o f  t h e  r e l a t i o n s h i p s  b e t w e e Q  t h e  
s u b s c a l e s  r e v e a l e d  .  7 3 ,  a n d  a n  a n a l y s i s  o f  i n t e r  i t e m  r e l i a b i l i t y  w i t h i n  e a c h  s c a l e  y i e l d e d  
.  7 6 ,  ( b )  r e l i a b i l i t y  o v e r  t i m e  b y  e x a m i n i n g  t h e  s c o r e s  o f  l e c t u r e r s  o v e r  a  3 - w e e k  p e r i o d  
r e v e a l e d  . 6 8 .  H o w e v e r ,  p r o m o t i o n  c r i t e r i a  f o r  t h e  t h r e e  u n i v e r s i t i e s  w e r e  h a r m o n i z e d  
t o  m e a s u r e  p e r f o r m a n c e .  
P r o c e d u r e :  P r i o r  t o  t h e  a d m i n i s t r a t i o n  o f  t h e  q u e s t i o n n a i r e  t h e  i n v e s t i g a t o r  h a d  
p e r s o n a l  i n t e r a c t i o n  w i t h  m o s t  o f  t h e  p a r t i c i p a n t s .  D u r i n g  a n d  u p o n  c o m p l e t i o n  o f  t h e  
q u e s t i o n n a i r e ,  ( n o n - i n t r u s i v e )  s c r e e n s h o t s  w e r e  t a k e n  t o  c r o s s  c h e c k e d  w h a t  w a s  d o n e .  
A f t e r  t h i s  w a s  c o m p l e t e d ,  a  p o s t - c h e c k  w a s  d o n e  t o  e n s u r e  p r o p e r  c o m p l e t i o n  o f  t h e  
q u e s t i o n n a i r e .  
M e t h o d  o f  D a t a  A n a l y s i s  
T h e  f i r s t  h y p o t h e s i s  s t a t e d  f o r  t h i s  s t u d y  w a s  t e s t e d  u s i n g  P e a r s o n  c o r r e l a t i o n  c o e f f i c i e n t ,  
w h i l e  A n a l y s i s  o f  v a r i a n c e  w a s  u s e d  t o  a n a l y z e  t h e  2 n d  h y p o t h e s i s .  
R e s u l t s  
H y p o t h e s i s  1 :  T h e r e  i s  n o  s i g n i f i c a n t  r e l a t i o n s h i p  b e t w e e n  j o b  s a t i s f a c t i o n  a n d  e m p l o y e e s '  
p e r f o r m a n c e .  
T a b l e l  S u m m a r y  o f  C o r r e l a t i o n  C o e f f i c i e n t  
1 5 4  1 1 5 3  I  7 2 . 2 6  I  4 . 2 9  
1 5 4  I  I  1 5 . 6 4  I  6 . 0 8  
* s i g n i f i c a n t  - t w o  t a i l e d  t e s t  
T h e  h y p o t h e s i s  o n e  s t a t e d  t h a t  t h e r e  i s  n o  s i g n i f i c a n t  r e l a t i o n s h i p  b e t w e e n  j o b  s a t i s f a c t i o n  
a n d  e m p l o y e e s '  p e r ' f o r m a n c e .  T h e  r e s u l t  r e v e a l e d  t h a t  t h e r e  i s  a  s i 9 n i f i c a n t  r e l a t i o n s h i p  
1  o r )  
Optimal Job Satisfaction: Pathway To Effective Employees' Performance 
between job satisfaction and employees' performance at r-observed= 0.87, 153 degree 
of freedom and < 0.05 significant level. 
Hypothesis Two 
There is no significant difference in job satisfaction of lecturers based on 
Job Experience. 
SECTION IV 
RESULTS 
Table 2 Analysis of Variance Comparing the Job Satisfaction of Lecturers 
Based on Job Experience 
Variations Sum of 
Squares Of Mean Square F Sig. 
Between Groups 535.2144 2 267.6072 28.56 .000 
Within Groups 477.87 51 9.37 
Total 1013.0844 53 
-
In this study, the statistic reveals that the job satisfaction of lecturers with 1-5 years of 
job experience, 6-10 years and above 10 years are significantly different at F <2,53l"' 
28.56, and '0.05 significant level. However, to determine which of the groups is higher 
than the other a post- hoc test was conducted. The Turkey's post-hoc test revealed that 
job satisfaction of lecturers who had over 10 years job experience is the highest=55.16, 
followed by 6-10 years of 37.14 and those of above lOyears =28.44. 
SECTION V 
CONCLUSION AND POLICY RECOMMENDATIONS: 
Conclusion: 
There is obvious evidence clearly signifying that a teacher's satisfaction with his job 
and his effectiveness of performance are related. The educational organization 
may not be successful except teachers who are the core of the organization are 
well cared for in terms of recognition/appreciation, participation in decision 
making process, timely payment of good pay and other additional benefits, 
thriving school discipline, substantial work loads, effective communication, 
sustainable and pension able appointments which are the variables that can 
bring about teachers' satisfaction. 
Policy Recommendations: 
• University ·administration should ensure that appointments ·of qualified and 
experienced lecturers are encouraged and sustained. In other words, the turnover 
rate of experienced lecturers should be looked into by putting in place better 
motivational factors in the nation's tertiary institutions. 
• Organization should constantly conduct research in order to find out those things 
that can help improve job satisfaction of their employees 
• Organization must constantly put in place good motivational factors for workers as 
this will actually affect their performance and also have a multiplier effect on their 
job satisfaction. 
• Universities administration must constantly ensure that their lecturers are given 
courses in Uleir area of competence. This will motivate U1em and enhance their job 
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T h e  S o c i a l  a n d  m S } n a q e m e n t  s c i e n t i s t s  
s a t i s f a c t i o n .  M o r e o v e r ,  s t u d e n t s  w i l l  b e n e f i t  m a x i m a l l y ,  a s  t h e s e  t e a c h e r s  w i l l  b e  
.  t e a c h i n g  f r o m  t h e i r  b e s t  a b i l i t y ,  a r e a  o f  i n t e r e s t  a s  w e l l  a s  t h e i r  a r e a s  o f  c o m p e t e n c e .  
•  W h a t  i s  e x p e c t e d  i n  e v e r y  j o b  m u s t  b e  c o n s t a n t l y  c o m m u n i c a t e d  t o  t h e  o f f i c e r s  
c o n c e r n e d .  T h i s  h a s  a  w a y  o f  i m p r o v i n g  t h e i r  p e r f o r m a n c e  a n d  e n h a n c e s  t h e i r  j o b  
· s a t i s f a c t i o n .  
•  T r a i n i n g  a n d  r e t r a i n i n g  o f  employec~s m u s t  b e  m a i n t a i n e d  a n d  s u s t a i n e d  i n  t h e  
s y s t e m .  T h e r e  m u s t  b e  o r g a n i z a t i o n  o f  p e r i o d i c  w o r k s h o p / s e m i n a r s  w h e r e  t h e  s c h o o l  
p o l i c i e s  a n d  g o a l s  a r e  c o n s t a n t l y  e n t r a n c e d  i n  t h e  m u s t  o f  s t a f f .  T h i s  h a s  a  w a y  o f  
k e e p i n g  t h e  s t a f f  i n  l i n e  w i t h  t h e  v a r i a b l e s  t h a t  a f f e c t  t h e i r  j o b  p e r f o r m a n c e  a n d  
t h e r e a f t e r  i m p r o v e  t h e i r  j o b  s a t i s f a c t i o n .  
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